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Strategic HRD: Who drives the agenda and why? 
 
 
Abstract 
 
A focus on strategic human resource development (HRD) has been emphasised as a key 
contributor to ensuring organisational effectiveness and the maximum return from their most 
important asset, the people in the organisation.  It is argued that effective management and 
innovative approaches to the development of employees will enable organisations to capture 
and embed knowledge and skills. Organisations that are seeking not only to survive, but to 
maximise operational effectiveness in an ever-changing environment, need to ensure that at 
all levels, the HRD strategy is aligned with broader strategic imperatives, and that sufficient 
emphasis is placed on the HRD function.  It is a role of management to ensure that the 
organisation and its people acquire the competencies and knowledge it needs through 
education, training and development activities.  These training and development activities 
should deliver high quality outcomes that will sustain the organisation.  In a study of 
employers in regional Queensland and the Northern Territory, the strategic importance placed 
upon the HRD function, and an indication of who is driving the HRD agenda have been 
analysed.  This paper presents some findings from a pilot study undertaken to gauge initial 
feedback on these issues, and is the starting point for the development of future research into 
the HRD practices of organisations operating in regional and remote locations. 
 
Keywords: human resource development, training and development, knowledge, learning, 
education 
 
 
Introduction 
 
The importance of highly skilled workers to the modern organisation is well recognised.  
With the increasing rate of change in organisations, continuing to train and develop staff is 
critical and is seen by many as a strategic issue.  Muhlemeyer & Clarke (1997:4) emphasise 
that “…today’s investment in the workforce secures the innovation and competitiveness of 
tomorrow.”  However, the training function (often a part of the larger human resources 
function) within organisations has been criticised by many for not taking a particularly 
strategic or proactive viewpoint (for example refer Sinclair & Collins, 1992). 
 
This paper begins by reviewing the current literature relating to learning and its role in 
organisational strategy, and then looks more particularly at the role of managers and human 
resource professionals in employee training and development.  Findings of a study conducted 
in regional Queensland and the Northern Territory are then presented, looking specifically at 
the level of involvement of managers in employee development, the type of training utilised 
and the extent to which employees are proactive in seeking development opportunities.  Some 
significant differences between organisations are identified in terms of the level of strategic 
importance placed on HRD and issues particularly pertinent to HRD in a regional and remote 
context are also discussed for the purposes of extending the current study. 
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Literature Review 
 
Learning and Strategy 
Strategy, according to Davies (2000:26), is “…a design or plan that defines how policy is to 
be achieved” or how the organisational goals and objectives are achieved.  Strategy provides a 
framework by which decisions are reached on matters relating to how an organisation will 
achieve its goals and objectives in areas such as market share, profitability or human resource 
development. The strategic plan should articulate what operational units will be involved in 
achieving the goals and objectives, and what resources will be allocated to achieve these 
objectives. Strategy is the blueprint for creating value and competitive advantage in a market 
or industry. Increasingly organisations are realising that to maintain a strategic competitive 
advantage they need to invest more in the people in the organisation. Sustaining a competitive 
advantage increases the probability of long-term survival and financial success of the 
organisation (Kuratko, Ireland, & Hornsby, 2001). It has been argued that the most strategic 
way to invest in people is through education or training and development activities. 
 
If strategy is the ability to match resources and skills to the risks and opportunities found in 
the external environment, then the implementation of the strategy must be dependent upon the 
organisation’s capabilities.  It is therefore imperative to develop organisational capabilities to 
match these strategies. Teece, Pisano & Shuen (1997) argue that organisations need core 
competencies and capabilities and define them as a set of differentiated skills, complimentary 
assets, and routines that provide the basis for a firm's competitive capacities and sustainable 
advantage in a particular business. Skills and routines are acquired through training and the 
training can be done either on the job or through external training programs depending on the 
skills employees are seeking to acquire.  Garud and Nayyar (1994) have discussed 
transformative capacity, which is illustrated by the capability to accomplish three different 
tasks: choosing appropriate technologies, maintaining them over time, and reactivating them 
when required. Nonaka and Takeuchi’s (1995) work has been based on  developing the 
capacity for creating knowledge, whilst others have examined the need to integrate different 
capabilities into R&D (Clark & Fujimoto, 1991; Grant, 1996; Kogut & Zander, 1992; 
Leonard-Barton, Bowen, Clark, Holloway, & Wheelwright, 1994). Carneiro (2001) argues 
that an organisation should have the capacity to exploit its knowledge and learning 
capabilities, as a competitive strategy. Cullen (1999) argues the significance of both 
individual and organisational learning in order to develop organisational capacities. Boer et al 
(2001) present learning aspects similar to Cullen (1999), but they believe organisational 
capacities enable learning behaviours to develop across the organisation.  
 
Capacity according Hyland, Magnusson and Bocadelli (2003) is the potential to activate or 
acquire a set or bundle of capabilities needed by an organisation. Capabilities in turn, are the 
abilities or skills an individual or group needs to perform to an acceptable level, and are more 
generally found within an organisation. However, more specialised capabilities may be 
acquired from external sources though strategic outsourcing. Management can choose to 
acquire and develop capabilities internally through education and training programs or they 
can buy in the necessary expertise through a recruitment process.  If a strategic decision is 
made to use training and education to develop capabilities internally by up-skilling existing 
staff, then training needs to be aligned with the required capabilities identified by 
management.  According to Hyland Sloan & Beckett (2002), to develop capabilities and 
harness the potential of employees, training and learning needs to assist employees develop 
the capabilities the organisation needs in a way that is rewarding for the employees and the 
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organisation. The setting and delivery, such as specificity of training, degree of customisation, 
modularisation or standardisation should be selected to meet the needs of adult learners and 
be delivered in a way that enhances the learning outcomes.  Organisational capabilities are 
tangible and intangible resources integrated within the organisation and can range from skills 
and behaviours to more formal information systems.  In some instances skills and behaviours 
can be so specific that they have to be developed through in house delivery of specific 
training and education.  In other instances, competencies such as leadership behaviours can be 
acquired by employees attending generic leadership training provided by educational 
institutions or private training providers. 
 
Using the resource based concept, the acquisition, sharing and transferring of individual and 
organisational knowledge, be it codified or tacit, would be a key capacity and capability 
(Nonaka, 1994), because effective systems and processes that support sharing of knowledge 
increase the potential for problem solving and the development of creative thinking.  
Myburgh (2000) argues that whatever else an organisation may do, it must generate, acquire, 
process, and use information.  Many organisational activities require or depend on satisfactory 
information flows.  Such activities include monitoring of the organisation's performance; 
assessing the possibility of breakdowns; creation and communication of instructions, advice, 
and policies; exchange of experience and knowledge; scanning the business environment; and 
the making of major and minor decisions.  Information must be appropriately managed so that 
the organisation can understand and progress toward goals; inform the decision-making 
processes; and communicate to groups inside and outside of the organisation. 
 
To remain internationally competitive firms must sustain a high level of learning that both 
refines current practices and capabilities and develops new ones. There is a debate concerning 
what organisations should learn and how effective learning takes place and is translated into 
action (Dunphy, Turner, & Crawford, 1996).  Part of the debate centres around who drives 
learning and who should drive learning in organisations.  If employees drive learning they 
will seek to learn skills and behaviours that improve their career opportunities.  If 
management drives learning from a strategic viewpoint, then the learning should benefit the 
organisation and individuals and be aligned with strategic goals.  In a study by Hyland, Sloan 
& Heine (1998), to build a maintenance capacity in operational workers a manufacturing 
organisation developed the necessary competences, skills and capabilities by encouraging 
workers to undertake customised training in house that suited the firm’s strategic objective.  
Clearly this training was driven by management but supported and developed by employees.  
If learning and capability building are managed strategically, it should be initiated and driven 
by management rather than employees. 
 
Responsibility for Human Resource Development 
If as Nonaka (1994) argues, the acquisition, sharing and transferring of individual and 
organisational knowledge is a key organisational capacity and capability it should be expected 
that management takes an active role in supporting and developing this capacity and 
capability. To support and develop learning capacities and capabilities, management should 
be proactive in education and training and should seek to be actively involved in the 
upskilling of employees so that they are able to learn in ways that benefit the organisation.  In 
addition, as organisations can no longer provide a guarantee of employment, and as newer 
generations focussing more on personal goals and development than organisational loyalty 
enter the workforce, it could be anticipated that employees would also take a more proactive 
role in initiating opportunities for learning and development.  This question relating to the 
role of employee, line manager and HRD professional in the ongoing development of 
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individuals and subsequently an environment conducive to individual and organisational 
learning warrants further consideration.  As part of the survey, participants were asked about 
the relative importance placed upon HRD, measured by the level of involvement of managers 
in training and development initiatives.  They were also asked to indicate the extent to which 
individuals as opposed to the organisation were driving the training agenda. 
 
Some claim that the importance of training and development of employees is substantially 
devalued by management in general, as they do not necessarily see it as critical to success 
(Sinclair & Collins, 1992) and is one of the activities that is abandoned when times get tough.  
It is strongly argued however that “… the knock-on effect of devaluing the role of training 
and development is to see it in the narrowest sense of being a cost as opposed to an 
investment which could bear future income streams” (Sinclair & Collins, 1992:23).  However, 
there is evidence that HRD is moving from being a more “…isolated business function to a 
more strategic factor” (Buyens, Wouters, & Dewettinck, 2001:443).  Stavrou-Costea (2002) 
likewise believes that training is becoming a more strategic role; critical for high 
organisational performance, particularly in a rapidly changing environment.  In fact, many 
claim that the role of trainers or HRD professionals is evolving into that of an organisational 
change agent (Nijhof & de Rijk, 1997; Sinclair & Collins, 1992), with the clear intent that 
individual and organisational learning becomes a priority of HRD practitioners.  If this is the 
case, then as these HRD practitioners move further from the role of trainer, to that of 
consultant, the question of where to access training expertise arises.  In the survey, 
respondents were also asked what training and development they require of different levels of 
the organisation post-hire, and where they source this training.  Should results indicate that 
large amounts of training are now being outsourced, then this would add weight to this claim 
about the changing nature of the role of the HRD practitioner and function. 
 
Whilst it is generally accepted that HRD is becoming of growing strategic importance, there 
is also a call for more clarity in the role of line managers and their responsibilities in relation 
to HRD.  Buyens et al (2001) suggest that a key challenge for line managers is to ensure that 
employees are motivated to learn and to provide an environment conducive to lifelong 
learning.  Whilst this is not a new suggestion, there have been a number of questions raised in 
relation to the willingness and ability of line management to take on a role in HRD.  Whilst 
some argue that line managers do not have the necessary time to devote to training and 
development at the expense of production, others argue they do not have the required 
competencies such as coaching or analysis of performance and training needs (de Jong, 
Leenders, & Thijssen, 1999).  However, in relation to acting as a link between training and 
development opportunities and the workplace, Muhlemeyer & Clark (1997) suggest that one 
of the key roles of management in the training process to ensure success is to ensure “know-
how transfer at the workplace” (Muhlemeyer & Clarke, 1997:5).  Therefore, it can be seen 
that even if line management is not involved in the actual training or development 
opportunity, they do have the opportunity to reinforce new behaviours in the workplace, 
hence encouraging knowledge acquisition, retention and sharing.  This reinforces the 
importance of obtaining an indication from respondents as part of the survey whether or not 
their management are involved in training and the extent to which this occurs. 
 
5 
Research Aims and Objectives 
 
Given the increasing importance of HRD within the context of a broader organisational 
strategy, the level of importance placed on HRD and an identification of drivers of HRD 
initiatives were considered worthy of further investigation.  So, as part of a larger study 
investigating human resource management and development issues within regional and 
remote Queensland and the Northern Territory, Australia, data was collected to determine the 
extent to which organisations are integrating HRD and organisational strategy, and who is 
driving the training agenda. 
 
The objectives of the study were to examine a range of HR related issues including, 
recruitment, induction and development practices within regional and remote organisations.  
In relation to this particular paper however, some of the aims of the study were to: 
 
• Determine any training schemes, professional development programmes or additional 
qualifications that managers expect employees to undertake after commencing 
employment. 
• Examine the nature and modes of delivery of additional training or qualifications that 
employees undertake after commencing employment. 
 
As part of these aims, the following questions were asked of the respondents: 
• To what extent is training in general customised to suit your organisation? 
• What proportion of the managerial staff is involved in training other employees? 
• What drives training and education in your organisation? 
• Does your company normally supply training or support individuals (identified by 
position groupings) in attaining additional training or qualifications either by funding 
this training and/or by allowing time off? 
 
It is these questions that will be analysed within this paper to provide an indication of the 
degree to HRD is considered to be of strategic importance in the organisation, and to identify 
the drivers of the HRD agenda. 
 
Training in this survey was defined by four typologies; standardised, modularised, specific 
and customised. Standardised training is equivalent to the “off the shelf” programs offered by 
numerous training organisations such as the Australian Institute of Management (AIM), 
modularised training involves using only particular modules usually from standardised 
packages, specific training is usually individual or subject focussed and customised is training 
designed for a particular client organisation.  This distinction was made to ascertain the 
concern with specific content in HRD interventions, and therefore the extent to which these 
organisations felt the need to structure training according to their individual needs and 
circumstances. 
 
Methodology 
 
This study utilised a self-administered questionnaire that was predominantly distributed by 
mail.  The questionnaire was based upon a previously administered survey (Miller, Acutt, & 
Kellie, 2002) however additional questions were added based upon the requirement to extend 
the study to consider recruitment and selection approaches, and training and development 
strategies. 
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Sample 
The population frame consisted of employers both public and private sector, in non-
metropolitan Queensland and the Northern Territory who were listed on the databases of 
either the Australian Institute of Management or MGES Recruitment.  The convenience 
sample of firms was drawn from the service, resources and manufacturing sectors.  A total of 
70 responses were received at the time of this analysis.  Of those responding, 52 (76%) of 
respondents were located in non-metropolitan Queensland and 10 (15%) in the Northern 
Territory.  The remainder of respondents did not indicate their location.  In terms of industry 
representation within the sample, the industries with the highest representation (50% of 
respondents) came from the four sectors classified as public administration and defence; 
finance, property and business services; mining, and professional services.  The remainder 
were spread across twelve other nominated sectors, representing a broad range of industries.  
With regards to the type of businesses responding, single business units (private or public) 
represented 48.6% (34) of respondents; branches or franchises represented 25.7% (18) and 
public service represented 25.7% (18). 
 
Findings 
 
As previously outlined, respondents to the survey were asked a number of different questions 
relating to the HRD strategies and training and development opportunities within their 
organisation.  In addition, it sought to determine the driver of development opportunities; 
whether employees were proactive in seeking further education and/or development, or 
whether the employer initiated these opportunities.  As this was intended to be a pilot study, 
and due to the small sample size, descriptive statistics and cross tabulation were used to 
provide preliminary findings.  These findings are outlined below and provide some initial 
indications of HRD trends in regional and remote locations. 
 
Figure 1 shows the extent to which the respondents customised the training within their 
organisation to suit their specific needs.  Over 21 percent indicated that the training they offer 
is standardised, or “off the shelf” training.  A further 16 percent indicated that they offer 
modularised training; that is, particular modules chosen from standardised packages.  The 
remainder were considered to have given close consideration to the individual HRD needs of 
the organisation, with 25 percent indicating they customise training to suit their needs and a 
further 34 percent reporting that the training they offer is designed specifically for their 
individual needs.   
 
Extent of customisation of training
Specif ic training, 
34%
The training is 
modularised, 16%
The training is 
standardised, 
21.4%
N/A, 2.86%
Customised training, 
25.7%
 
Figure 1.  Extent of customisation of training 
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In addition to the level of customisation of training, the level of involvement of managerial 
staff in the training and development of employees was also of significant interest.  It has 
been argued that for HRD interventions to be considered of significant importance to the 
organisation, management must be involved and show support of such initiatives.  It is of 
some concern therefore, that almost half of the respondents (44.3%) indicated that less than 
10% of their managerial staff are involved in training (see Figure 2.).  There was however a 
further 27 percent that indicated more than 40 percent of their managers are involved in 
training of employees, so these managers are aware of the critical need to engage with 
employees in skill and knowledge building through training. 
 
Proportion of managerial staff involved in training other staff within the company
Less than 10%, 44.3%
More than 40%, 27.1%
N/A, 2.9%
Betw een 10% & 40%, 
25.7%
 
Figure 2.  Proportion of managerial staff involved in training 
 
The level to which the individual employees versus management of the organisation drive the 
training agenda was also of interest.  Table 1 shows that in the organisations surveyed, the 
majority of training was driven by the employees within the organisation, with over 65 
percent indicating that employees request the training rather than training needs being 
identified for specific development by the organisation.  
 
Employees level of interest Answers Percentage of total answers 
Employees driven 46 65.50%
Organisationally driven 22 31.50%
N/A 2 3.00%
Total 70 100.0%
Table 1. Drivers of training 
 
The final issue in relation to HRD interventions in the responding organisations relates to the 
evolving role of the HRD practitioner in terms of training delivery versus more organisational 
development roles.  For different levels in the organisation, respondents were asked to 
indicate the source of training provided; whether it was in-house or outsourced, company-
funded or not.  Table 2 shows that when considering the training and development initiatives 
at management level, whether it be senior, middle or first-level, in-house training accounted 
for a maximum of 6 percent of the training undertaken.  It would therefore appear that in a 
large majority of the organisations surveyed, this traditional HRD function is sourced 
externally to the organisation.  Table 2 also shows that at all three levels of management, the 
company funding external training and education is a predominant approach.  Generally, this 
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education and training is requested by individuals however, and support is then sought from 
the organisation.  This again suggests that individuals are driving the training agenda rather 
than the organisation through a broader HRD strategy.  It is also the case that when training is 
driven at an individual level for management development, this can filter through the 
organisation meaning that employees are then also more likely to believe that the individual 
should initiate training. 
 
Over half of all the respondents indicated that rather than utilise one single approach to 
sourcing of training, they use a mix of delivery techniques as indicated in Table 2.  This 
would provide some indication that these organisations are considering the development 
requirements in line with broader strategy first, and then determining the best way to source 
this training, and are therefore tailoring the HRD intervention to the identified need. 
 
Training provision for Managers Senior level Middle level 1st level 
In-house training  3 (4%) 3 (4%) 4 (6%) 
Outsourced training provision 2 (3%) 2 (3%) 1 (1%) 
Company funds external 
training/ education of individuals 13 (19%) 12 (17%) 10 (14%) 
Individuals undertake training / 
education externally in company 
time 5 (7%) 2 (3%) 2 (3%) 
Multiple approach 39 (56%) 44 (63%) 46 (66%) 
No answer/No applicable 8 (11%) 7 (10%) 7 (10%) 
Total 70 (100%) 70 (100%) 70 (100%) 
Table 2. Source of training provision for Managers 
 
Looking at the results particularly in relation to the three issues of level of customisation, 
level of involvement of management and the extent to which training is driven by the 
organisation, further analysis provides preliminary insights into the relative importance of 
strategic HRD in these regional and remote locations.  Table 3 provides results of cross 
tabulation of the extent of customisation with the drivers of training initiatives.  More than 25 
percent of respondents indicate that they utilise training developed specifically for the 
organisation’s individual needs and employees are driving this requirement.  This indicates 
that generally, when employees determine the training required, they will seek to gain 
operational skills through specific training in order to improve their individual capabilities. 
 
Type of training 
Employees 
driven 
Organisationally 
driven N/A Total 
The training is standardised 7 (9.9%) 8 (11.4%) 1 (1.5%) 16 (22.8%) 
The training is modularised 8 (11.4%) 3 (4.3%)   11 (15.7%) 
Specific training 18 (25.7%) 6 (8.6%) 1 (1.5%) 25 (35.8%) 
Customised training 13 (18.6%) 5 (7.1%)   18 (25.7%) 
Total 46 (65.5%) 22 (31.5%) 2 (3%) 70 (100%) 
Table 3. Extent of customisation of training by driver of training 
 
When considering the level of involvement of managerial staff in HRD initiatives in 
conjunction with the driver of training in Table 4, it is apparent that where managers are less 
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involved in training, employees are more likely to be the initiators and drivers of training 
opportunities.  This provides some indication that when HRD is not seen as a key strategic 
role, and management do not involve themselves in training, they are also less likely to drive 
the training agenda; leaving it to the individual to be proactive in seeking opportunities to 
improve their capabilities. 
 
Proportion of managerial 
staff involved in training 
Employees 
driven 
Organisationally 
driven N/A Total 
Less than 10% 21 (30%) 10 (14.3%) 1 (1.4%) 32 (45.7%) 
Between 10% & 40% 13 (18.5%) 5 (7.1%)   18 (25.6%) 
More than 40% 13 (18.6%) 6 (8.6%) 1 (1.4%) 20 (28.6%) 
Total 47 (67.17%) 21 (30%) 2 (2.8) 70 (100%) 
Table 4. Level of involvement of managerial staff in training by driver of training 
 
Finally, an analysis was conducted on the level of involvement of managerial staff in training 
with the type of training utilised in terms of level of customisation (see Table 5).  When the 
level of managerial involvement in training increases, the use of specific training decreases.  
This tends to indicate that when managerial staff are more heavily involved, the need to tailor 
training to specific tactical or operational needs is replaced by a greater emphasis on the 
strategic development of employees. 
 
Type of training Less than 10% 
Between 10% & 
40% More than 40% Total 
The training is standardised  9 (13%)  3 (4%)  2 (3%)   15 (20%) 
The training is modularised  4 (6%)  2 (3%)  5 (7%)   11 (16%) 
Specific training  12 (17%)  7 (10%)  5 (7%)   24 (34%) 
Customised training  6 (9%)  5 (7%)  7 (10%)   18 (26%) 
No answer/No applicable    1 (1%)  2 (3%)   3 (4%) 
Total  31 (45%)  18 (25%)  21 (30%)   70 (100%) 
Table 5. Extent of customisation of training by level of involvement of managerial staff in training 
 
Discussion and Conclusions 
 
Using data from a pilot study conducted with employers from regional Queensland and the 
Northern Territory, this paper has focussed on training and development in regional and 
remote organisations.  Capacity and capability have not been directly assessed however four 
sub- sets of training namely employee interest, type of training, management involvement and 
point of access have been. 
 
The organisations in this pilot study do not appear to have taken a strategic approach to 
capacity building.  Rather management appears to be reacting to employees request for 
training and as such employees are seeking to acquire skills through specific training that suits 
their individual needs and builds their individual capabilities.  While these newly acquired 
capabilities may add to the organisational capacities, this capacity building through the 
acquisition of individual skills and knowledge is not part of a strategic capacity development 
process.  If training is designed to enhance the competitive capacity and sustainable advantage 
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of a business as Teece et al (1997) suggest, then training must be linked to organisational 
objectives that create a set of differentiated skills.   
 
As Sinclair and Collins (1992) point out, training is often devalued by management and 
significant number of managers in this study  have little or no involvement in training others, 
as was evident in the results in more than 45 percent of organisations less than 10 percent of 
managers had any involvement in training.  This reflects the low value they place on training; 
sending the message that ‘what I do is important’ and ‘if I do not do it then it is unimportant’.  
While management appears to place little value on training they do appear to provide an 
environment that is conducive to training and as Buyens et al (2001) argue, where employees 
are motivated to engage in training, they often drive the training agenda.  Unfortunately for 
the organisations involved when employees drive training they use the training to improve 
their personal skills base, their employability and their portability.  This then means the 
organisations may bear the cost of training without acquiring any significant benefit or 
competitive advantage from the cost incurred.  If organisations in regional and remote centres 
are to benefit from training then as Muhlemeyer and Clark (1997) suggest management has a 
key role in the training process to ensure that knowledge and skills are transferred to the 
organisation. 
 
This exploratory study suggested that the role of HRD professionals is changing as they 
appear to have little impact on the management and delivery of training in the organisations 
responding to this survey.  If they are taking a more strategic role then as Stavrou-Costea 
(2002) argue, training should be a strategic imperative and deliver improved organisational 
performance.  The acquisition of knowledge and skills through training is critical to 
organisational effectiveness and in regionally-based organisations is a fundamental problem 
for managers.  The managers in the organisations participating in this study are clearly 
experiencing difficulties in taking a strategic approach to knowledge acquisition, allowing 
employees to drive their own training agenda.  There is no indication that the organisations 
have taken innovative approaches to knowledge acquisition and transfer rather relying on 
outsourcing of training and in many cases off the shelf training that is not aligned with 
organisation functions or strategy. 
 
There is a real danger that regional and remote organisations will be left behind in terms of 
their capabilities and capacity to engender organisational learning.  Further research is needed 
to determine if this pilot study is indicative of a wider range of organisations in regional and 
remote communities and comparative data needs to be collected to determine if city-based 
organisations are more strategic in their knowledge acquisitions and management than their 
regional counterparts.  It appears that it may be considered easier in regional and remote 
locations to utilise more generic development programs, due to access issues and generally 
smaller numbers of employees requiring development.  Clearly HRD professionals and 
operational managers need to take a more proactive role in driving and managing learning in a 
strategic manner if these organisations are to develop the core competencies and capabilities 
they need for their competitive capacity and sustainable development. 
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